Work-life balance is passé, enter work-life choices. But the next question arises, is this concept applicable to every working individual? Goa is predominantly a tourist destination, which thrives on inbound tourism through its extensive dependency on chartered flights, EDM festivals and as a wedding destination. However this study focuses on career oriented men and women, as well as entrepreneurs who work for the tourism industry in Goa. Their focus is on providing travel solutions in terms of visa assistance, booking air travel, planning itineraries. In a nutshell their orientation is towards outbound travel. These individuals have also made some serious choices in life to achieve what they wanted in their professional front. The study tries to identify the human resource issues that are prevalent in the micro, small and medium enterprises that they work with. This also calls for defining the term small and medium tourism enterprises (SMTE). Issues may be translated into remuneration, ethical aspects, relocation, and working hours. The survey responses will reveal the work-life choices made in their business or career. The study also explores the identity perceptions of tourism professionals who enter the
Introduction
Defining Career Oriented Individual and Entrepreneur:
This exploratory study would like to identify the contemporary factors that influence a career oriented professional in the tourism industry. It tries to study the shift of concern from work-life balance to work-life choices; it also examines the preferences and motivations of high achievers, the type of job resources that make them committed to their career. It also explores the three types of commitment with a special focus on desire-based commitment. Though commitment to the family also requires commitment to work and thereby choices come to the forefront. Choice could relate to the question of who will stay back at home and take care of the dependent parents, or children. It could also mean could they travel and stay away from their families to study the client"s nature of business or work in a foreign land. It could also imply their willingness to relocate and let us know that whether the family or spouse is supportive of such a move. It could also indicate developing oneself through further education or experience and getting better placed than their colleagues who would have been at Cheryl Venan Dias et al A Shift from Work-Life Balance to Work 37 the same career front in the past. Choice could even spell giving up a current position in order to start up a new enterprise on their own. Bernstein (2014) has quoted Judith and Ivor Martin"s concept of identity as, "When attempting to enter the business world, you need to learn to be someone else. It is called having a professional identity". The concept is generalised to both genders. An entrepreneur has to project a different ego state during interaction with colleagues and subordinates. This process of projection has to be learnt and imbibed in due course of time.
Literature Review
A study (Roy and Andrews, 1999) highlights the process and outcome of persons who think and feel, it could be in a group or as an individual by the use of conscious awareness and choice to create human and environmental integration. The theoretical framework developed by Roy was termed as Adaptation and is extensively used and tested throughout this research.
In recent years the tourism industry both hospitality and travel have seen a tremendous increase in large multinational hotel, food and beverage and other tourism subsidiaries in the global scenario, the industry still thrives on large number of small and medium sized firms. (Baum, 1999; Lee-Ross, 1999; Piso, 1999) . This requires us to define small and medium tourism enterprises (SMTE"s). According to a study (Breen, BerginSeers, Jago and Carlsen, 2005) SMTE"s are all businesses, which operate in the tourism industry and employ up to hundred employees. These may include sole operators who do not employ any staff. They further define the concept of micro businesses, as those which employ between one and four workers, small businesses as those that employ between five and nineteen employees and medium businesses as ones which employ between twenty and hundred employees.
The scope of this study ranges around study of micro, small, medium and large sized travel enterprises in Goa. Apart from this the HR aspect focuses on high standardisation and labour intensive feature of the industry. (Lashley and Taylor, 1998) Tourism industry is well known for its high rate of attrition, as (Lucas, 1995) observed that this industry is characterised by high levels of attrition, which is particularly high amongst the front line and operational staff.
It is also evident that there are prevailing low standards with regards to small and medium enterprises due to lack of training and certification. However among all these there are men and women who strive to make the most of it, the biggest challenge faced by them are the work-life choices which will be discussed in this paper. Powell (2009) and Thrane (2008) argued that the tourism industry considerably requires long work hours and lower than average pay. Groysberg & Abrahams (2014) highlighted some intriguing gender differences that emerged in their survey data; while defining professional success, women place more value than men do on individual achievement, having passion for their work, receive respect, and make a difference, but less value on organizational achievement and ongoing learning and development. Hence a lower percentage of women than men list financial achievement as an aspect of personal or professional success.
Due to the changing scenario there has been an entry of more women in the work force. A research that was done on worklife balance pertaining only to women has now shifted gears to both genders; it is no longer a woman related issue (Dash, Anand and Gangadharan 2012) . McClelland (1967) stated that strong "inner urge", "inner concern" and "need for achievement" builds up the "achievement pressure" in people. This may make an individual to overlook the aspects of job demands and cling on to the available job resources to achieve the goals of becoming a leader or an entrepreneur. McClelland also suggested that it could be possible to induce achievement motivation in adults than place them in an un-induced environment. Rai and Srivastava (2011) conducted an empirical study on a sample of 150 units run by women entrepreneurs. The findings indicated that they were motivated to start the enterprise because of profits and to make money, they did not want to work for others, they wanted control and freedom, the power to take their own decisions, and for the feeling of self-achievement. Some also wanted to provide employment opportunities to others.
In a company such as TATA Interactive Systems most of the senior management roles are taken up by both men and women who do not shy away from working long hours, which may work up to 12-14 hours at a stretch, just to provide optimum service and delivery to their clients. It also involves taking up calls from home, work from home option on weekends, in addition to working 9 to 5 in the office. Here the employees deliberately do not want to focus on work-lifebalance but more on work-life-choices; they choose to work and achieve more in life.
Another concept as proposed by a study (Kossek et al. 1998) is that Job Mobility Preparedness is the "degree to which an individual prepares himself or herself to be ready to act on internal and external career opportunities". This concept also explores the questions whether an individual is ready to be mobile, what could be the life circumstances that promotes this behaviour or prepares them for the next career move.
The common behaviours suggested by Kossek et al., were actively looking out for new career opportunities within and outside the organisation, job market and profiles, they may seek to change the nature of their jobs, or align themselves to their own interest and strengths. Another study (Schyns et al., 2007) suggests that preparedness to change is an individual"s wish to acquire higher task demands or greater complexity.
Objectives of the Descriptive Research
1. To profile the respondents business into their respective SMTE"s. 2. To list the work-life choices made by travel professionals in Goa. 3. To study the differences in perception of professional choices made based on gender. 4. To highlight the influence of income group on mobility and work-life choices of travel professionals. 5. To identify the hierarchy of work-life choices of travel professionals in Goa.
Research Design
1. Exploratory and Descriptive research design has been used for this study 2. Quantitative and Qualitative research method Sample Size A sample size of n=110 travel professionals from North, and South has been taken for this exploratory research. Sampling method used was snow-ball sampling. A self-designed questionnaire was administered and was based on a five point Likert-scale the questions were based on aspects covered in the literature review.
Statistical Tests Used
1. t-test for identifying significant statistical differences of choices between genders. 2. Cross tabulation to study the mobility choices of travel professionals based on income groups.
3. Factor Analysis to identify the hierarchy of professional work-life choices. 4. Chi-square test on work-life choices made and income group.
Data Analysis: The Cronbach"s Alpha score of 73.5% on the 15 items that were presented in the survey indicates that the instrument is highly reliable. Table 5 indicates that perception towards work-life choice related to working long hours has a significant difference among genders leading to rejecting the null hypothesis and accepting the alternative hypothesis that there is a significant difference among perceptions of genders with regards to working long hours. While for all other variables the null hypothesis is accepted. The mobility based choices indicates that though better remuneration is something that the travel professionals may consider to move to another state or agency, however they prefer to work in Goa than in any other part of the world as they have a lot at stake in Goa.
Factor Analysis to identify the hierarchy of professional work life choices. Table 9 a: KMO and Bartlett's Test While table 9b displayed the analysis which yielded five factors. The first factor comprised of the variables AC1, PIC2, WLC2,SWC3, PIC3 -indicates that variables related to achievement, self-worth, and work life choices take precedence over Second Factor which comprised of WLC1, AC2, and WLC3. The third factor comprised of AC3, PIC1 and SWC2. The fourth factor comprised of MC2 and MC3, the fifth factor comprised of MC1 which indicated that mobility based choices are of least priority to the travel professionals in Goa. Together the five factors explained 58.229% of the overall variation (See Appendix 1) 
Findings and Discussion
While some attempt has been made to identify the professional identity through qualitative methods, a more concrete study can be made by mapping the transactional style inventory of the travel professionals in Goa. It is observed that though better remuneration could be a reason for relocation among the travel professionals, however they have a lot at stake in Goa including the choice to work only in Goa as compared to other parts of India. It was also observed that the travel professionals did make choices while seeking employment in this industry. There was a strong inner urge for achievement, they valued their professional identity, felt a sense of pride that their business was generating income for others; they were also willing to put in long hours of work if required. This opinion has significant differences while compared among both the genders. Some of the respondents have indicated .000 a. 0 cells (0.0%) have expected frequencies less than 5. The minimum expected cell frequency is 8.0. growth and a better package abroad as a reason for a choice to relocate elsewhere. While others feel happy to be working for up to three years with the same organization, some have changed their professional orientation. Working also gives them a sense of responsibility. Some have taken over a family business even when there was a choice to move abroad. Discussion with travel industry professionals from other states revealed that poaching was quite rampant in states such as Karnataka and measures such as antipoaching and non-disclosure agreement does very little to curb this menace. The employees are more stable and loyal to their employer in Goa as qualitative data indicates that they have been with their employer between 3 to 20 years at a stretch, which is quite significant, in terms of loyalty. Factors related to achievement, selfworth, personal identity, work life choices appeared to be more significant than variables related to relocation; this also corresponds with the mean rank of choices made by the travel professionals.
Conclusion
Considering Goa to be unique in its entire splendour related to tourism, the travel professionals when given an option would prefer to make their career in Goa with more vigour and enthusiasm provided they are motivated.
As a part of theory building process Roy"s adaptation model presents an individual as an holistic adaptive system which is subject to external stimulus, in this research the stimulus is working hours, pay scales, ethical dealing which will translate itself into self-worth, life goals, professional identity and other work-life choices.
There is an array of work-life choices made by the travel professionals. Some choices are intrinsic such as professional identity, self-worth, and achievement. Mobility based choices are based on extrinsic factors as in better remuneration and other commitments. There could also be other factors which are yet to be explored. It is also important that their skill levels be developed in order to add to the Human Capital requirement for the tourism sector in Goa. It is indicative while profiling the travel agencies that they are predominantly from the small and medium enterprises, who have budget constraints. This explains why many of the work force, i.e. 77% of male respondents and 93% of the female work force are in the salary range of 50,000 -2 Lakhs per annum. Though they may enjoy the benefit of not being taxed, the cost of living and living standards may be affected due to this income range. This to some extent may be relaxed by the incentives offered by the service providers. It is also important to find out if there is a deferred incentive plan provided by the employers as in Public Provident fund and insurance, and Employee State Insurance Scheme or if the airlines and hospitality industry provides them with incentives in terms of familiarisation trips, free accommodation at a resort, new destination launch party, vouchers for sales of tickets and hotels, best performer awards, and to find out if they choose to work with micro, small and medium enterprises that offer such deferred incentive plans. All these aspects could be taken into consideration in a further study. 
